This lack of identification can also be explained through the notion of 'paradox of diversity' (Kasl and Yorks 2016, 4) . As explained by Kasl and Yorks, diversity can have both a positive and a negative impact on learning. While diversity can offer access to learning from different perspectives, it can also thwart learning when people fail to learn from each other's perspectives because their life experiences are way too different for them to build an empathetic connection (Kasl and Yorks 2012) . It is then a catch 22 where diversified mentoring relationships presents the mentor and the mentee with the prospect of maximizing learning about different worldviews, but, that learning is not possible until they are enabled to connect with each other's experiential worlds that may be very different. This realization then brings us to ask: How can mentors and mentees in diversified relationships be enabled to learn from each other? How can they transcend the social divides between their different power-related group memberships and connect with each other empathetically? Is such connection too difficult to achieve?
To address these questions, it is important to first understand the process of personal identification. Personal identification in relationships can occur through three mechanisms: projection, recognition, and integration (Humberd and Rouse 2016) . In projection, the mentor and the mentee ascribes aspects of himself/herself onto each other and thus, the mentor/mentee builds his/her own image of one another based primarily on fantasy. Thus, projection is most likely to be used by mentors and mentees to identify with each other in the first days of their relationship when neither of them knows much about each other. Recognition entails the mentor and the mentee to realize shared aspects of the self and the other through increased interactions. And, integration happens when the mentor and/or the mentee incorporates aspects of each other into their own self. In the context of diversified mentoring relationships, projection might be misleading for both the mentor and the mentee as their stereotypical beliefs about each other's backgrounds and characteristics might be clouding their understanding of each other. As they interact with each other over time, the likelihood of their projected images being challenged will depend on the quality of their interactions. High-quality interactions should not only inform them about each other's worlds, but, such interactions should enable them to empathetically experience each other's worlds. How can mentors and mentees in diversified mentoring relationships experience each other's worlds in a way that they recognize shared aspects of the self and the other? How can their interactions motivate them to integrate aspects of the other into their selves to become more similar to the each other in a way that is respectful of their differences?
The extended epistemology of empathy derived from John Heron's (1992) general theory of person might shed some light on this conundrum. 'Heron postulates an extended epistemology with four ways of knowing: experiential, presentational, propositional, and practical. Experiential knowing derives from embodied resonance with phenomena; it is prelinguistic, affective, and tacit. Presentational knowing is intuitive grasp of imaginal patterns; it finds expression in stories, artistic forms, and metaphors. Propositional knowing is based on observable evidence and expressed in intellectual concepts rooted in logic. Practical knowing formulates competent action' (Kasl and York 2016, 5 ). Heron's theory further explains that these ways of knowing interrelate in a manner such that experiential knowing is at the foundation of presentational, propositional, and practical ways of knowing layered sequentially above. Thus, experiential knowing grounds all other ways of knowing and presentational knowing bridges the gap between the direct phenomenological encounter of each other's emotional state (i.e. experiential knowing) and one's mental model of each other's emotional state (i.e. propositional knowing). In other words, without the layer of presentational knowing, the mentor and mentee might make efforts to simulate an empathetic understanding of each other's experiences, but their efforts will be limited to the realm of cognitive empathy and not achieve the richness of affective empathy. Reniers et al. (2011) define cognitive and affective empathy as: '… cognitive will be understood as the ability to construct a working model of the emotional states of others, and affective empathy will be understood as the ability to be sensitive to and vicariously experience the feelings of others' (p. 85). When two individual's experiential worlds are different like in case of diversified mentoring relationships, cognitive empathy fails to accurately represent one's experiential knowing. Thus, mentors and mentees in diversified mentoring relationships need to practice presentational knowing (i.e. interact through storytelling, doodles, visual or dramatic art, movement, or metaphors) to increase the quality of their interactions. Such creative forms of interaction can enable them to see shared aspects of the self and the other and identify with each other through the mechanisms of recognition and integration.
Use of expressive and creative forms of knowing can further enable the mentor and mentee in diversified mentoring relationships to connect not only based on their past and future selves, but through their present selves as well. In other words, for mutual learning to occur, it is not sufficient for the mentor to see their past selves in the mentee or the mentee to see their future selves in the mentor as doing so reinforces differences between mentors and mentees in terms of career stages, work experiences, or hierarchical positions (Humberd and Rouse 2016) . The mentor and mentee should also be able to identify based on their present selves (i.e. through a vulnerability or a challenge that their present lives may offer which they both need to address). This is depicted well in the mentoring narratives shared by Ron Cervero, a white male full professor, and Juanita Johnson-Bailey a black woman associate professor in their article on intricacies of cross-cultural mentoring (Johnson-Bailey and Cervero 2004) . Readings on race and racism in academia facilitated their conversations on the difficult topics of discrimination and privilege and experiences of presenting together in conferences on topics that they could both relate to further empowered them to empathize with each other through narrating their stories. In sharing various pivotal moments of their mentoring relationship, Ron notes:
I remember the paper session we did at the Adult Education Research Conference in Vancouver, British Columbia in 1999. The topic was the 'Invisible Politics of Race in Adult Education.' It felt as though we were metaphorically in battle together because we had to struggle with a fairly hostile audience who disagreed with the idea that race and racism were present in our world and work as adult educators. As a white man I had experienced this feeling of being outside the white power structure when I stood against my white neighbors who wanted the district schools zoned to conform to segregated housing patterns. This was a moment of clarity for me as I realized that, as a white person, I have the privilege of choosing whose side I will be on in the struggle against racism. Juanita does not have that privilege. Perhaps that is the most important lesson I have learned from working with her. (p. 9).
As building trust is much more challenging in a diversified mentoring relationship, expressive forms of knowing can help mentors and mentees to build credibility. Through expressive forms of knowing, they can share authentically how their interactions act as triggers of reflection that can help them to understand each other's struggles like Ron understands Juanita's challenges in the excerpt shared above.
In closing, it is important to understand that diversified mentoring relationships are partnerships between two individuals who do not have equal privileges and social identities. There is an inherent hierarchy in such relationships due to different levels of power associated with different groups that the mentors and mentees belong to in organizations based on their characteristics. Thus, it is critical for mentors and mentees in diversified mentoring relationships to remember that while by the virtue of their characteristics, they are affiliated with power-related groups, they need to refrain from thinking of each other only as a representative of those groups. Instead, they should be aware of those group affiliations, but be open to understanding and experiencing each other's stories and different realities to maximize the potential of mutual learning. Unless they make a concerted effort to interact through expressive ways of knowing, it would be difficult for mentors and mentees to navigate the uneven terrain of diversified mentoring relationships and connect as mutual learners.
